The government of any country such as Guyana has a fundamental right in providing public services and goods to its people. Salaries 
Introduction
The public service is a service or goods provided by any government to the people of its country. Salaries and benefits are paid to public servants all over the world to deliver effectively on the job thus bringing total satisfaction to the citizens of a country as it relates to the services or goods they received. The way the service and goods being delivered and the satisfaction it brings to the people of a country will portray the image of the public service. It therefore means the salaries and benefits are very important for the employer and employees in the government of any country such as Guyana and public servants. To the employer/government, once an attractive package is being paid, there will be job satisfaction, motivation, low absenteeism and low turnover of public servants in the public service. On the other hand,
Background
There has been great attention within the public service of many countries by the various ruling government as it relates to remuneration package and its impact on the delivery of services. One such country public service was Guyana where it was captured in the Guyana Public Sector Modernization Programme and of most recent the Commission of Inquiry (COI) into the Public Service of Guyana. In 2002, the government of the day undertook an initiative to modernize the entire public sector more specifically the public service in which a massive donor-funded consultancy was contracted to guide the entire process. It proposed a vision that shows that within ten years, the Guyana Public Service will be a customer driven institution, providing quality services for the economic stability and sustained development of Guyana through the twenty-first century. The Public Service will be small, comparatively well paid, efficient and effective, undertaking planning, supervisory and regulatory functions, facilitating and encouraging investment and the private sector, and operating within sustainable cost limits related to national economic performance.
The Government of Guyana has undertaken some major exercises to improve the remuneration structures in the public service. They revised first, the salary structure in 1993 and later approved a series of wage increases since 1994. This was done to correct the real wage declines in the public sector in the 1980s and early 1990s. Additionally, wage supplements were granted over base pay to critical positions. This wage reform was to achieve the medium-term goal of bringing public sector wages gradually to within 10 percent of the median for comparable jobs in the private sector. (World Bank Report, 1995) Many public offices in the public service tried to compensate for the low salaries through granting ad hoc benefits and allowances to supplement salary with the intention that public servants will be adequately paid so that they will perform better on the job to deliver excellent services to the public. For example, some of the benefits given in the public service are travelling allowance, duty allowance, entertainment allowance, responsibility allowance, acting allowance, sick leave with full or half pay, vacation/annual leave Allowance, overtime allowance, time off with pay or without pay, pension upon retirement, entitlement of 28 days sick leave concession and many others. Some positions even attract duty free concession. Therefore, the relationship between remuneration package and the enhancement of services cannot be overlooked and overemphasized. According to the Trinidad and Tobago Civil Service Act Chapter 23:01
Problem
Public Servants such as in Guyana are either employed on the pensionable establishment or on contract and are paid on salary scales. In Guyana, the salary scale ranges from G.S 1 to 14, with one being the lowers or entry level workers and 14 is the highest such as Permanent Secretaries. Both pensionable and non-pensionable employees benefit from acting allowances when performing higher duty, they can also be paid a responsibility allowance for performing additional duties other than their own.
The problems experienced in many countries public services are many. Public servants were being paid to deliver goods and services to the general public in an effective and efficient manner so that the public will be satisfied with the services they received but it clearly appears that employees' benefits in public service such as Guyana were not sufficiently competitive to retain well experienced staff members and even in the delivery of services. The public sectors in many countries have experienced dramatic expansion in both its functions and its size. The quality of the service being delivered to the public has deteriorated and the principal cause is the low remuneration package given to public servants. Over the past few years, public services across the world has seen a lot of brain drain where many of its skilled and technical workers such as teachers, nurses, engineers, and many others categories of workers are migrating to greener pastures in the Caribbean, North America and Europe. Public servants were seen picketing in front of their ministries and Unions, fighting for better wages and salaries which do not portray a good image of the public service. Unions in some countries such as the Guyana were in constant fight with their Government for better wages and salaries for public servants on a yearly basis but have achieved little results in this battle. In some countries, the government of the day will usually be imposed salary increases for public servants before the unions complete their negotiation. There were no effective policies that were in place to motivate public servants to deliver on the job such as the performance appraisal and workers increments. Performance Appraisals has become an absolute and outdated performance measurement instrument to test workers performance on the job and not many Personnel Practitioners were trained to use their current performance appraisal system. No formal needs analysis was done in some public service to determine why workers were not performing to the best of their ability and why the public was not satisfied with the services they were receiving. On many occasions one would hear the general public complaining about the length of time and paper work to be completed for services required and the manner in which they were treated by public servants were questionable. The use of technology and customer service training were lacking at every level in the delivery of services in some of the research countries. In this modern era of technology and the internet, one will be asked, if technology was ever given a thought in the service delivery.
As a result of the problems highlighted above, the researcher was prompted to carry out this qualitative study on the impact of a good remuneration package to public servants on the enhancement of the delivery of public services by carrying out a qualitative document research on countries such as Guyana, Trinidad and Tobago, The General Caribbean, Gulf countries/Gulf Cooperation Council (GCC), Republic of South Africa, Kenya and Nigeria.
In order to bring clarity to the subject under discussion, the following research questions were developed and answered:
1. What can be considered a good remuneration package for public servants? 2. What policies are in place to motivate public servants to deliver effective services? 3. What systems are in place to monitor public servants in order to deliver effectively on the job? 4. Who determines a good remuneration package for public servants? 5. What indicators are used to determine public satisfaction with service received? 
Purpose/Significance
The government of any country such as in Guyana has a fundamental right in providing public services and goods to its people. However, the delivery of this service and goods will portray the image of the public service. Therefore, remuneration is being paid to public servant to deliver effectively and efficiently on the job.
The objectives of this study were "to determine if a good remuneration package to public servants will lead to the enhancement in the delivery of services to the public", "to develop policy/policies to determine a better remuneration package and indicators to determine public satisfaction", "to enhance policy/policies to motivate and monitor public servants in the delivery of services" to identify ways to enhance the public service image and the delivery of services to the public", "to measure the correlation between the remuneration package and delivery of services to the public" and "to examine the level of awareness and involvement of public servants in the determination of their remuneration package, policies and systems to monitor and motivate them to deliver effective services and indicators to determine public satisfaction."
The study was very significant to both public servants and the general public who received the services in any country. It was significant to public servants to determine whether they were satisfied with the package they received while to the public, whether they were satisfied with the services they were receiving and the way they were being treated, which will ultimately result in customer satisfaction. This study was important because had determine if a public servant received a good remuneration package or it needs improving, will it enhance the delivery of public services to the people or it will not lead to any enhancement. This study had benefit and will make significant contributions to the researcher, public servants, government, unions, policy makers, the general public and all the other relevant stakeholders since valuable information was gathered about the relationship between a good remuneration package, work performance and the delivery of public services to the public. The information gathered can be used to make very important decisions and policies as it relates to determine what is a good remuneration package for public servants, develop policy/policies to motivate and monitor public servants in the delivery of services, develop measurable indicators to determine public satisfaction, the role of remuneration package in enhancement of the delivery of services to the public and ways to enhance the image of the public service especially with the delivery of its services to the public.
Methods

Description of the site
The public services of many countries were researched such as that of Guyana, Trinidad& Tobago and the General Caribbean, the public service of any country has almost the same structure. For example, in Guyana, the public service is composed of ministries with divisions and departments under their control, regional administrations, public corporations, financial entities, constitutional agencies, and military and police services. Most of the divisions and departments report to their respective ministers through their hierarchies, some ministries contain autonomous departments whose heads report directly to the Minister. Public Servants such as in Guyana are either employed on the pensionable establishment or on contract and are paid on a salary scale. Since Guyana Public Service is large, two main ministries (Ministry of Public Health and Ministry of Communities) were selected because of the important services they provided to the people of Guyana such as health, water, housing, etc. There are over five thousand employees in these two ministries.
Description of the study carried out
This study was carried out by reviewing other studies, publications, books, websites, journals and articles carried out in the area of the remuneration package Public Servants and its impact on the enhancement in the delivery of services to the public in countries such as Guyana, Trinidad & Tobago, The General Caribbean, Gulf countries/Gulf Cooperation Council (GCC), Republic of South Africa, Kenya and Nigeria. The review of the literatures in this context reveals that a number of researchers have emphasized the importance of remuneration package and its enhancement in the delivery of services to the public. The research has been carried out keeping in mind the objectives and research questions in this study. On the other hand, the interviews were carries out with two Deputy Permanent Secretaries for these two Ministries and two union representatives from the Guyana Public Service Union, and questionnaires were distributed, collected and analyzed from four hundred public servants from the two main ministries selected.
Description of the method used
The method used was of qualitative and quantitative in nature. Primary and secondary data were gathered to answer the research questions and to test the two hypotheses for acceptance or rejection. The secondary data were collected through the use of literature reviews from agency that are responsible for the preparation of remuneration package, websites, articles, journals and past research that were of similar nature in different countries. The countries public services that were chosen for this document research were Guyana, Trinidad and Tobago, The General Caribbean, Gulf countries/Gulf Cooperation Council (GCC), Republic of South Africa, Kenya and Nigeria. The targeted population was public servants of these countries. The four hundred questionnaires were analyzed using both descriptive and statistical analysis. The data was entered into SPSS where techniques such as description of the mean, mode, median, standard deviation, chi square test, correlation analysis, T-Test and MANOVA were used.
Results
Remuneration package in public service and its relation to service delivery in different countries public services
Guyana
According to Draper, 2001 , he pointed out in his research that during the period of public sector expansion in Guyana which resulted in unwieldy and dysfunctional structures. This expansion has brought about a deterioration of the quality of public services. In 1999 the then government set up an Arbitration Tribunal. The Tribunal's Judgment report stressed the importance of having a future pay policy to avoid further confrontational negotiations and stressed the need to start the reform process at once. He also pointed out the need for the involvement of the union into the reform process and to start implement team building in Ministries and departments. The government then designed a Public Service Reform project and one of its key components is, "Improving service delivery and efficiency through an overview of the public service function and institutional capacity assessments. (Draper, 2001 ).
The public service of Guyana has a very important mandate to its citizen which includes providing services such as education, housing, law, and infrastructure. This is a major responsibility with which the Public Service and its personnel are expected to deliver with efficiency and dispatch. (Report on the Commission of Inquiry into the Public Service of Guyana, 2016).
In the year 2016, saw the government of Guyana invested heavily into the Commission of Inquiry (COI) into the Public Service and in keeping with one of the terms of reference, which speaks about the principles on which wages and salaries of public service should be fixed and more specifically the basis on which the levels of remuneration for various levels of Public Servants is determined. This reviewed the compensation system of public service and in addition, the determination of wages and salaries, current salary structure, at various levels of public servants, job grading, staff performance evaluation and pay for performance for incremental movement within the salary scale. This report clearly highlighted the following:
1. There is a fourteen (14) grade salary scale that is used today to pay public servants in the different positions by the ministries/agencies/regional administration. 2. The Establishment Division of the Ministry of Finance determines the pay ranges and incremental levels for public servants. The COI also pointed out that 13% of the 2016 budget which was $230 billion dollars accounts for the employment cost. 3. The GPSU is the only union representing workers in the public service. It clearly stated that, "Over the last two decades, the Government of Guyana has violated its contractual and legal obligations to bargain in good faith with the Union and has instead unilaterally imposed across-the-board salary increases of 5-8 percent (%), provided for in the annual National Budgets, without regard to individual job performance." (Report on the Commission of Inquiry into the Public Service of Guyana, 2016). 4. Persons who were hired on the pensionable establishment, at the end of their service received a gratuity and a pension once they meet certain eligibility criteria and those of contract received a gratuity allowance of 22.5% of their basic salary payable every six (6) months which is subject to a successful performance review. They do not receive a pension. 5. Along with a basic pay, some categories of public servant received allowances that directly or indirectly linked to job performance. Such allowances are meals, uniform, telephone, station allowance, traveling, passage assistance, vacation allowance, entertainment, duty and responsibility. It clearly highlighted that apart from the regular salary increase, allowances have not been increased for over twenty-five (25) years to reflect current market value. 6. It is of the view that wages and salaries are well below acceptable levels and with the growing number of contracted employees receiving a higher pay than the other has negatively affected work performance and employee morale. 7. It clearly stated that, "the Public Service faces ever-increasing pressure to adjust to changing global, political, economic, social and technological trends. It is, therefore, important that any restructuring and reform initiative undertaken be treated as a matter of priority and urgency to ensure that it deliver services with high levels of efficiency and effectiveness that must meet the expectations of the general public, the national strategic objectives and international obligations." (Report on the Commission of Inquiry into the Public Service of Guyana, 2016). The COI made two (2) recommendations based on the above findings, namely: 1. That an Organizational Restructuring be undertaken in two Phases. In the First Phase, emphasis should be placed on rationalizing the status of pensionable and contract employees and the 'de.bunching' of employees in the Salary Structure and in the second Phase continue the restructuring process by way of a thoroughly conducted job evaluation study.
That Compensation Management be accepted as a key Human Resource Management function
overseeing the full range of Compensation Management practices such as grading of jobs, and computation of salary structures. 3. Other recommendations made were as followed: 4. That the Department of the Public Service should be solely responsible for Wages and Salaries Administration in the Public Service. Therefore, the responsibilities undertaken by the Establishment Division of the Ministry of Finance relating to fixing salaries should be assigned to Public Service Management.
Collective bargaining negotiations and industrial relation between GPSU and negotiation responsible
Ministry on behalf of the Government should be in good faith and in keeping with international standards (CARICOM AND International Labor Organization). 6. Retain the fourteen-grade salary scale but maintained a more rational and attractive value on the minimum, midpoint and maximum point of payment so as to avoid overlapping. In the year 2017, the government of Guyana in its 2017 Budget has made and implemented some changes as it relates to salaries for public servants. This was done with the view to lead the pathways to a Goodlife. According to a brochure disturbed by the Ministry of Finance in the year 2017 title "At a Glance Budget 2017" in highlighted that seven thousand, six hundred public servants will benefit from tax free salaries, there was an increase in the income tax threshold, persons earning a particular salary will have one third of their income tax free, and personal income tax decrease for persons earning a particular salary per annum. (Ministry of Finance, 2017).
Trinidad and tobago
In Trinidad and Tobago, their public service is made up of a diverse workforce where the central agency that is the personnel department is responsible for determining and /or advising on pay and other terms and conditions for a wide spectrum of public sector employees. The current initiative in the public sector reform in this country saw that importance in the, "enhancement of the quality and delivery of Public Services" This is the overall strategic objective of the reform effort. Under this reform they introduce the Opinion Leaders Panel Survey as a feedback system for performance-based management in the public service. Feedback will be taken from a representative sample of the population on government service delivery as it related to efficiency, effectiveness, equity, relevance and the information gathered will be used by policy makers to either modify their current service delivery approach or revise strategic objectives as required. In Trinidad and Tobago, a Monitoring and Evaluation Policy within the Public Service was being developed to foster a culture of managing for results. This policy was formed with the participation and collaboration of key stakeholders. (Riley and Nunes, 2004) .
Chapter V of Trinidad and Tobago (T &T) Civil Service Act Chap. 23:01 makes provisions for the payment of remuneration and increments to public servants. It stipulated how and when these officers should be paid. The Act also makes provision for the personnel department to keep review the remuneration payable to civil servants and provide and establish procedures for consultation and negotiation for remuneration between its department and appropriate recognized association(s). The Act also makes provision for the Minister of Finance from time to time to make recommendations on remuneration. On the other had the Constitution of T & T makes provision for a Salary Review Commission which is mandated from time to time review the salaries and other terms and conditions of service of the offices falling within its purview. This has to be done with the approval of the President. The offices that fall under its preview are being paid different benefits. Salary scales at the lower levels employment in T&T civil are comparable to the private sector but are competitive with the private sector for the middle and senior management level.
Wage negotiation which includes wage increases, travelling and other allowances and leave entitlements for monthly paid officers in the public service is between the representative associations who bargain collectively with the Chief Personnel Officer (Known as the employer of State employees under the IRA). The agreement of the negotiation is entering into a Memorandum of Agreement and when it affects existing legislation; it is amended accordingly to give effect to the agreed position. On the other hand, for the daily paid officers, the terms and conditions of employment are through a collective agreement (collective bargaining) entered into by their recognized majority union and the Chief Personnel Officer after collective bargaining.
There is a national Information and Communication Technology (ICT) strategy, dubbed "fastforward" and identified inter alia e-Government, as a key driver for the delivery of efficient and effective citizencentered services. This give birth to the GovNeTT Communications Backbone and it provides a number of benefits such as improved citizen experience when interacting with Government agencies and Ministries and increased efficiency of government operations, etc.
In order to determine performance management in the public service of T&T, two process was carried out namely, process of developing and reviewing annual work programmes within individual Ministries and Departments and reporting on these to the Parliament; and the process whereby Ministries and DOI: 10.21522/TIJMG.2015.05.01.Art024 ISSN: 2520-310X Departments account to the relevant central agency (currently the Ministry of Planning and Development) for expenditure planned and incurred under the Public Sector Investment (or Development) Programme. There is an initiative to develop a unified system for the identification of excellent performance or otherwise on the part of Ministries and Departments. On the other hand, employee performance in T&T has received the most attention. The Office of the Prime Minister, in January 1995 published a manual to assist Reporting Officers to manage performance in the Public Service It introduced a New Performance Management System which would effectively replace the old system of staff reporting. In T&T performance management initiatives existence was since the early 1960. The implementation of an integrated performance management system is of utmost importance in public service transformation agenda and is moving for its implementation. (Riley and Nunes, 2004 ).
Barbados
One important element in the civil service reform programme in Barbados was the creating of a customer focused government where the public sector becomes more sensitive and responsive to the needs of citizens.
The general caribbean
It is viewed that the current performance evaluation systems and tools in the Caribbean are not effective since it tends to give employees ratings on the higher end of the scale. It uses does not reflect real differences in performance and its usefulness in decision making for human resource There is no merit pay system in place.
One study finding carried out in 2013 revealed that in Jamaica and Trinidad (Davis-Cooper, 2013) 1. That the traditional compensation forms emphasized that base pay might not have been sufficient motivators of top management's performance. 2. The compensation policies and practices remained mostly unchanged since independence for the larger public service. 3. It stated that employee performance management tools assist management in identifying and measuring the gaps in employee performance. 4. Adequate pay and rewards play a motivating role in employee performance as well as employee retention. 5. When a consensus cannot be made between the employees and employer on salaries and conditions of service, employees' representative associations often engage in negotiations with employers on behalf of workers. Several conditions are taken into account during the negotiation such as the state of the national economy, the company's financial standing, the compensation of comparative positions in the wider labour market and the cost of living. The study concluded that, "in order to attract and retain employees with the necessary expertise to accomplish the strategic organizational outcomes, governments in the English-speaking Caribbean needed to provide adequate salaries, allowances and perquisites" (Davis-Cooper, 2013).
Questionnaires results
The age range of the four hundred public servants who were targeted for this study varied from 16 years to 51 years and above. Details of this can be seen in figure 1 below. TOTAL 400 100 The figure above shows that 39% of the populations were between the age of 16 to 25 years old, 19% were between the age of 26 to 30 years old, another 22% were between the age of 31 to 40 years old, 12% were between the age of 41 to 50 years old while only 8% were between the age of 51 years and above. This clearly shows that the public service of Guyana had a young population since most the sample population fell below 40 years old.
With reference to the gender of the Public Servants targeted for this study, the pie chart below shows that 71% were female while the remaining 29% were male. Further details of this can be seen in the pie chart below. Out of the targeted population, 18% were paid at the salay scale of GS 1, 31% paid at GS 2, 14% paid at GS 3, 1% paid at GS 4, 6% paid at GS 5 and 6, 4% paid at GS 7 and 8 while 8% paid at GS 9 and 10. The data collected revealed that 34% of the public servants had a secondary education, 10% had a college education, 41% had a university education, 10% had a technical education and 5% had another type of education but these were not mentioned. Further details of this can be seen on the figure below. Q1  Q2  Q3  Q4  Q5  Q6  Q7  Q8  Q9  Q10  Q11 Q12 Q13 Q14  N  400 400 400 400 400 400 400 400 400 400 400 400 400 400 Figure 3 reported the means, median, mode and standard deviations for public servants' perceptions on the statements related to what can be considered a good remuneration package for public servants. The means in this research question ranged from 4.45 to 2.03, which meant that public servants had different perceptions on what can be considered a good remuneration package for public servants. The standard deviations ranged from 0.93 to 1.46 which meant that the public servant's perceptions were very much dispersed. Item Q eleven (11), which based on, "I think that I should be paid a higher salary", had the highest mean of 4.45, which meant that all public servants strongly agreed with this statement. This point also came out of the interviews with the Deputy Permanent Secretaries for both ministries and the two Union Representatives from the GPSU. They all mentioned that public servants should be paid a higher salary than what they were currently receiving so as to have a decent livelihood in this every changing world. On the other hand, item Q seven (7), which based on, "I am satisfied with my salary", had the lowest mean of 2.03, which meant that most of the public servants did not agreed with this statement. This point was also proven true when the two Permanent Secretaries and the two union representatives were asked, "if they think public servants were satisfied with their salary" in an interview conducted with them. Q 1 and 9 had the same standard deviation of 1.26 likewise with Q 3 and 5 with a standard deviation of 1.39. Q 11, 12 and 13 had the same median/middle value of 5, Q3, 4, 5, 6, 7, 8, 9, 10 and 14 had same middle value of 2 while Q1,2 and 9 had the middle value of 4. This clearly indicated that in research question 1, the most repeated middle value was 2 which represented disagreed. As it related to mode or the most repeated answered, Q1, 2 and 9 had the most repeated answered of 4 (agreed), Q3, 5, 6, 7, 11, 12 and 13 had 1(strongly disagreed) as the most repeated answered, Q 4 and 10 had 2 (disagreed) as their answered whereas Q 11, 12 and 13 had 5 (strongly agreed). This clearly indicated that for research question 1 the most repeated answered was strongly disagreed.
The data obtained from this research question was further subjected to a Chi Square test of Association to determine whether there is a relationship among the variables to consider a good remuneration package for public servants. The findings from the Chi Square test can be seen in the table below. From the table above, the data revealed that the Calculated Chi Square value was greater than the critical value (2438>69.832); hence, it can be concluded that there are some relationship/association among the variables in research question one. This clearly shows that the remuneration package currently offered to public servants was not a good package. This finding is also keeping with what was discovered in the interview with the two deputy Permanent Secretaries and two union representatives. Figure 5 reported the means, median, mode and standard deviations for public servants' perceptions on the statements related to public servants' perceptions on what policies were in place to motivate public servants to deliver effective services. The standard deviations ranged from 1.03 to 1.25 which meant that the public servant's perceptions were very much dispersed. Item Q seventeen (17), which based on, "the ministry's current motivational policies need improvement relating to worker performance on the job", had the highest mean of 3.97, which meant that all public servants were in agreement with this statement. This point also came out of the interviews with the Deputy Permanent Secretaries for both ministries and the two Union Representatives from the GPSU. They all mentioned that there are no effective policies except for the public service rules. There should be policies to encourage public servants to work for example awards or tokens for years of services, acknowledge/recognition of employees by giving some monetary or non-monetary rewards for outstanding performance and include the use of technology so as to free up the use of paper in the Public Service. One Deputy Permanent Secretary mentioned that the Public Service Rules needs to be updated to keep up current times. On the other hand, item Q eighteen (18), which based on, "I was involved in developing the motivational policies relating to worker performance on the job", had the lowest mean of 2.29, which meant that most of the public servants did not agreed with this statement. This point was also proven true when the two Permanent Secretaries and the two union representatives were asked, "if they think public servants should be involved in developing motivational policies" in an interview conducted with them. They indicated that with the Public Servants involvement, their support of the implementation of these policies will be guaranteed, they would also be aware of the "what is" and work towards making it better. Almost all the questions in this cluster had a high standard deviation of 1.0 and above which indicated that participants' perceptions were very dispersed. Statement 16 and 18 had the same mode of 1.0 which indicated that most of the participants choose strongly disagreed when answering these questions.
The data obtained from this research question was further subjected to a Chi Square test of Association to determine whether there is a relationship among the variables for systems in place to monitor public servants in order to deliver effectively on the job. The findings from the Chi Square test can be seen in the table below. Figure 7 reported the means, median, mode and standard deviations for public servants' perceptions on the statements related to what systems were in place to monitor public servants in order to deliver effectively on the job. The means for this research question ranged from 3.99 to 2.73, which meant that public servants had various perceptions on what systems were in place to monitor public servants in order to deliver effectively on the job. The standard deviations ranged from 0.98 to 1.26 which meant that the public servant's perceptions were very much dispersed. Statement 21 which was based on, "my Ministry has systems in place to monitor public servants in order to deliver effectively on the job" had a mean of 2.93, and a high standard deviation of 1.22 which meant that not all of the public servants were in agreement with this statement and their responses were scattered. This result was also justified by the Deputy Permanent Secretaries and two Union Representatives who indicated that there are systems in place but they are not effective. Some of the monitoring systems mentioned were performance appraisal, monthly, statutory and annual reports to the head of the Ministry, probationary period, regulation and law such as Public Service and Public Service Commission Rules, Financial Acts, the Public Service Code of Conduct and constant meetings.
The data obtained from this research question was further subjected to a Chi Square test of Association to determine whether there was a relationship among the variables to consider a good remuneration package for public servants. The findings from the Chi Square test can be seen in the table below. Figure 9 reported the means, median, mode and standard deviations for public servants' perceptions on the statements related to who determine a good remuneration package for public servants. The means in this research question ranged from 3.92 to 2.16, which meant that public servants had different perceptions on who determine a good remuneration package for public servants. The standard deviations ranged from 1.06 to 1.30 which meant that the public servant's perceptions were very much dispersed. Item Q thirty-four (34), which based on, "I feel that I should be involved in determining my remuneration package (salary and other types of benefits)", had the highest mean of 3.92, which meant that most of the public servants agreed with this statement. This point also came out of the interviews with the Deputy Permanent Secretaries for both ministries and the two Union Representatives from the GPSU. They all mentioned that public servants, the union and other relevant stakeholders should be involved in this process. On the other hand, item Q thirty-three (33), which based on, "I was involved in determining my remuneration package (salary and types of benefits)", had the lowest mean of 2.16, which meant that most of the public servants did not agreed with this statement. Only the two union representatives indicated they were involved in determining the remuneration package. Question Q 37 which was based on, "my union negotiates my salary only", had the lowest standard deviation which meant that the scores for public servants on this question were clustered. Question 36 had the highest standard deviation, which meant that the scores for this question were much dispersed.
The data obtained from this research question was further subjected to a Chi Square test of Association to determine whether there is a relationship among the variables for who determines a good Remuneration package for public servants. The findings from the Chi Square test can be seen in the table below. Res. Ques. Figure 11 reported the means, median, mode and standard deviations for public servants' perceptions on the statements related to what indicators were used to determine public satisfaction with service received. The means in this research question ranged from 4.34 to 2.37, which meant that public servants had different perceptions on what indicators were used to determine public satisfaction with service received. The standard deviations ranged from 0.86 to 1.38 which meant that the public servant's perceptions were very much dispersed. Item Q fifty-one (51), which based on, "there should be a suggestion box for staff and public to give their comments and concerns", had the highest mean of 4.34, which meant that most public servants strongly agreed with this statement. This point also came out of the interviews with the Deputy Permanent Secretaries for both ministries and the two Union Representatives from the GPSU when they were asked "should there be a suggestion box at every ministry for the staff and public to give their comments and/or concerns". They all mentioned that a suggestion box is a very important way for getting feedback from public servants and the public and every ministry should have one. On the other hand, item Q forty-six (46), which based on, "I was involved in developing the current indicators to determine public satisfaction with service received", had the lowest mean of 2.37, which meant that most of the public servants did not agreed with this statement. In the interview with the two Deputy Permanent Secretaries who indicated that they were not involved in the development of any indicators for public satisfaction since there were no effective tools were development and implemented. The two Deputy Permanent Secretaries and the two Union Representatives were asked, "Should the public servants, public and union be involved in developing the indicators" and if "yes, why" in an interview conducted with them. They all indicated that the public servants, public and union should be involved because they were, they will be the major stakeholders involved and there will be a reduction of problems during the implementation process because of their involvement. Q forty-four (44) and forty-six (46) had the same standard deviation of 1.08. Q 43, 44, 47,48, 49 and had the same median/middle value of 3, Q 45 had same middle value of 4, Q 51 had the middle value of 5 while Q 46 had the middle value of 2. This clearly indicated that in research question 5, the most repeated middle value was 3 which represented neutral.
The data obtained from this research question was further subjected to a Chi Square test of Association to determine whether there is a relationship among the variables for what indicators are used to determine (938>46.194) ; hence, it can be concluded that there are some relationship/association among the variables in research question five. This clearly shows that there are no effective indicators used to determine public satisfaction with service received. This finding is also keeping with what was discovered in the interview with the two deputy Permanent Secretaries and two union representatives.
Correlation analysis
The figure below assesses the relationship between dependent and independent variables; (i.e.; remuneration package, policies to motivate public servants to deliver effective services, monitoring systems to monitor public servants' delivery of effective services, determination of a good remuneration package and indicators used to determine public satisfaction with services received). The above figure shows there was a strong positive relationship with remuneration package and the following variables: received required training in carrying out duties, performance appraisal adequately covers entire task, ministry's official involved in determining remuneration package, was involved in determining remuneration package and ministry has current indicators to determine public satisfaction. These variables correlation coefficient was statistically significant at the 0.01 significant level. There was also very strong positive relation with remuneration package and the following variables: non-monetary benefits, duty free concession, satisfy with salary, satisfy with benefits, paid overtime, aware of motivational polices, satisfy with ministry motivational policies, involved in developing motivational policies, policies for non-monetary benefits to motivate effective service delivery, systems to monitor effective service delivery and satisfy with ministry's current monitoring system. These variables correlation coefficient was statistically significant at the 0.05 significant level.
T-Test
Using SPSS, the T test was used to test the hypothesis for this research which stated the following: H0=0 -A Good Remuneration Package to Guyana Public Servants will have no impact on the enhancement in the delivery of services to the public.
Ha ≠ 0-A Good Remuneration Package to Guyana Public Servants will lead to a positive impact on the enhancement in the delivery of services to the public. Figures 14 and 15 shows that the p-value for all the variables in the two research questions were 0.000 which is less than the significance level 0.05 (p <.05). This means that the observed mean as shown in each research question above was significantly different from what the researcher hypothesized, a good remuneration package to Public Servants will lead to no impact on the delivery of services to the public. Therefore, the researcher accepted the alternative hypothesis which stated that a good remuneration package to Public Servants will lead to positive impact on the delivery of services to the public. It can be DOI: 10.21522/TIJMG.2015.05.01.Art024 ISSN: 2520-310X concluded that a good remuneration package to Public Servants will lead to positive impact on the delivery of services to the public. c. Design: Intercept + Q43 + Q44 + Q43 * Q44 The figure above tells whether the treatment had an overall effect on the outcome/dependent variables, using Pillai's trace the significant value at F, 1.938, 1.613 and 1.187 was P= 0.004 and 0.031 respectively. There was a statistical significance between the two dependent variables; current indicators to determine public satisfaction with services received at P< 0.05, and therefore it can be concluded that the treatment (indicators to determine public satisfaction) had an effect on the aggregate outcome, so the researcher reject the null hypothesis since the treatment has an effect on the aggregate outcome. Further, 3% of the variance in the outcome variable Q43 and 2.5 % of the variance in the outcome variable Q44 was explained by the treatment and therefore there was weak effect sizes in the variance explain.
MANOVA test
In concluding even though the treatment had a positive effect on the aggregate outcome, the percentage effect sizes were very weak and it therefore mean it needs improvement to have a large effect size.
Discussion
A qualitative and quantitative study was carried out on the impact of a good remuneration package to public servants on the enhancement of the delivery of public services with the following objectives "to determine if a good remuneration package to public servants will lead to the enhancement in the delivery of services to the public", "to develop policy/policies to determine a better remuneration package and indicators to determine public satisfaction", "to enhance policy/policies to motivate and monitor public servants in the delivery of services" to identify ways to enhance the public service image and the delivery of services to the public", "to measure the correlation between the remuneration package and delivery of services to the public" and "to examine the level of awareness and involvement of public servants in the determination of their remuneration package, policies and systems to monitor and motivate them to deliver effective services and indicators to determine public satisfaction." This was carried out under five research questions namely:
1. What can be considered a good remuneration package for public servants? 2. What policies are in place to motivate public servants to deliver effective services? 3. What systems are in place to monitor public servants in order to deliver effectively on the job? 4. Who determines a good remuneration package for public servants? 5. What indicators are used to determine public satisfaction with service received?
What can be considered a good remuneration package for public servants?
This research has indicated that every country has a different package payable to public servants but all included a salary and different allowances payable at different rates as shown in Guyana, Trinidad and Tobago, The General Caribbean, Gulf countries/Gulf Cooperation Council (GCC), Republic of South Africa, Kenya and Nigeria. The difference in each country is that the salary structures payable are different and different allowances. Some countries have more allowances to offer than some. This was reflected in Davis-Cooper, 2013 finding in that in order to attract and retain employees with the necessary expertise to accomplish the strategic organizational outcomes, governments in the English-speaking Caribbean needed to provide adequate salaries, allowances and perquisites. It was also reflected in the research conducted in the Gulf countries which pointed out that the competitive remuneration package along with a tax-free environment and a comfortable lifestyle has attracted talent from around the globe. The analysis from the questionnaire under this research question indicated that public servants were not receiving a good remuneration package.
Therefore, in order to consider a good remuneration package for public servants, governments of each country have to look at the economic factors of a country and what it is able to offer public servants to have a decent and comfortable standard of living. A good remuneration package must include an adequate salaries and suitable allowances payable in a tax-free environment, a government pension fund and its perquisites.
What policies are in place to motivate public servants to deliver effective services?" This literature clearly shows that there is not much done by employers to motivate public servantsto deliver effective services. No effective policy (policies) has been highlighted other than what is being recommended in some countries like Guyana. Every public service position comes with a package which includes a salary and allowances but it clearly shows the package is not really satisfying and much is not done to change it, as the years goes by. A COI in Guyana highlighted that if the government wants to ensure that it delivers services with high levels of efficiency and effectiveness to meet the expectations of the general public, restructuring and reform initiative undertaken must be treated as a matter of priority and urgency. This is a recommendation which needs to be taking seriously and put policies in place to ensure proper and efficient restructure to get effective results.
Majority of the public servants in the two ministries were not aware of their ministries motivational policies and those that were aware, majority were not satisfied with them.
Therefore, in order to motivate public servants to deliver effective services polices needs to be formulated and implemented in keeping with current times and practices. There is also need for more involvements of important stakeholders in policies formulation and more awareness of them. They have to be continuously monitored and change as times goes by. What systems are in place to monitor public servants in order to deliver effectively on the job?"
Under this research question most of the countries under study does not have any effective systems to monitor public servants in order to deliver effectively on the job. All of the countries have a Performance Appraisal system but its effectiveness is questionable. In some countries this is just a formality which is not even implemented and monitored properly. This was clearly highlighted in almost all of the countries under study. In Trinidad and Tobago, there is an exception which a study highlighted that they introduced the Opinion Leaders Panel Survey as a feedback system for performance.
In Guyana Public Service, the data shows there were monitoring systems but its awareness among the targeted public servants were minimum and were not very effective. This result was also justified by the Deputy Permanent Secretaries and two Union Representatives who indicated that there are systems in place but they are not effective. Some of the monitoring systems mentioned were performance appraisal, monthly, statutory and annual reports to the head of the Ministry, probationary period, regulation and law such as Public Service and Public Service Commission Rules, Financial Acts, the Public Service Code of Conduct and constant meetings.
Therefore, in order to monitor public servants in order to deliver effectively on the job, the government needs to revise it current systems especially that of the performance appraisal/evaluation to keep with the job description and job specification of the position. This needs to be properly implemented and monitored by well-trained individuals in this area. New system such as that recommended in Trinidad and Tobago can be adopted or even introduced a suggestion box.
Who determines a good remuneration package for public servants?
This study pointed out that every country has their own system, person (s) and or department that is responsible for the determination of a remuneration package. Even though this is so, this study highlights that in almost all the countries under study, the unions did not really play an effective role in making effective contributions on its employee's behalf, in the determination of the remuneration package which was clearly indicated in COI in Guyana.
This study indicated that in; 1. Guyana, it is the Establishment Division of the Ministry of Finance who determines the pay ranges and incremental levels for public servants. For pay increases, there is consultation between unions and negotiation ministry on behalf of the government. 2. Trinidad and Tobago, this includes the personnel department reviews the remuneration payable to civil servants and provides and establishes procedures for consultation and negotiation for remuneration between its department and appropriate recognized association, the Minister of Finance from time to time makes recommendations on remuneration and a Salary Review Commission which is mandated from time to time review the salaries and other terms and conditions of service of the offices falling within its purview. Wage negotiation for monthly paid officers in the public service is between the representative associations who bargain collectively with the Chief Personnel Officer and for the daily paid officers, the terms and conditions of employment are through a collective agreement (collective bargaining) entered into by their recognized majority union and the Chief Personnel Officer after collective bargaining. The study also revealed that there was not much involvement by the major stakeholders in the determination of remuneration package and the awareness was very minimum.
Therefore, to determine a good remuneration package for public servants and the necessary increases, every country must have an independent body to review remuneration packages for public servant. Where this is not possible every country system, person (s) and or department that is responsible for the determination of a remuneration package must work collaboratively in the interest of public servants to Texila International Journal of Management Volume 5, Issue 1, Jan 2019 determine the best package for them. There should be more awareness and involvement in the determination of public servants remuneration package.
What indicators are used to determine public satisfaction with service received?
Most of the countries under study did not mention any indicators to determine public satisfaction with service received. Trinidad and Tobago have an Opinion Leaders Panel Survey as a feedback system for performance. The indicators to be used were not mentioned.
The Deputy Permanent Secretaries for both ministries and the two Union Representatives from the GPSU indicates that there should there be a suggestion box at every ministry for the staff and public to give their comments and/or concerns since it is a very important way for getting feedback from public servants and the public and every ministry should have one. The targeted Public servants and the two Deputy Permanent Secretaries interviewed indicated that they were not involved in the development of any indicators for public satisfaction since there were no effective tools were development and implemented.
Public satisfaction is very had to measure but indicators can be formulated which need to be specific and measurable in keeping with the service provided. Some indicators could be timeliness, value, adequacy, quality, satisfaction/appreciated, recommending the service or revising it if needs and desires are met, reliability, accessibility, professional appearance, attention and care given by public servants.
The study also indicated that age varied from 16 years to 51 years and above and there were more females working in Guyana Public Service. This information clearly shown that most of the public servants targeted were paid from GS 1 to GS 5 which represented the junior level positions. Most of the public servants were emplyed on pensionable establishement which gurantee employment security. This study shown that most of the public servants had a secondary and university education which clearly indicated that Guyana public service was an educated public service.
The correlation analysis indicated at 0.01 and 0.05 significance levels, there was a strong positive relation between remuneration package and the variables in the five research questions. This was also shown in the Chi Square test since the Calculated Chi Square value was greater than the critical value for all five research questions hence, it can be said that there are some relationship/association among the two variables in the research and the interviewees indicated the same perception.
The hypothesis was subjected to a T-Test to test the hypotheses and the results indicated that a good remuneration package to Public Servants will lead to positive impact on the delivery of services to the public since (p <.05).
The MANOVA test indicated while using Pillai's trace that the significant value at F, 1.938, 1.613 and 1.187 was P= 0.004 and 0.031 respectively. It showed that there was a statistical significance between the two dependent variables; current indicators to determine public satisfaction with services received at P< 0.05, and therefore it can be concluded that the treatment (indicators to determine public satisfaction) had an effect on the aggregate outcome, so the researcher reject the null hypothesis since the treatment has an effect on the aggregate outcome and accept the alternative hypotheses. Even though the treatment had a positive effect on the aggregate outcome, the percentage effect sizes were very weak and it therefore mean it needs improvement to have a large effect size.
In general, the major findings discovered were that in almost all public service under study, there were massive public sector reforms to tackle remuneration package enhancement, work performance and delivery of services. The determination of a remuneration package/ wage structure for the various categories of public servants is a problem, public service delivery is a problem in most countries as pointed out in Africa, in Latin America and the Caribbean and the employee performance tools used is ineffective and needs to be revised. Therefore, it is imperative for any government to look into this matter. The statistical results indicated that there were significant association between remuneration package and enhancement in the delivery of services. It also indicated that remuneration package to public servants has a positive impact on the enhancement of the delivery of Public Services.
